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Industrial training is vital to any modern economy. A syste-
matic training effort is central to ensuring an adequate supply of 
skilled manpower. Any strategy which aims to reverse the process 
of manufacturing decline and reindustrialise the economy must pay 
attention to skill training. In addition the existence of a pool 
of skilled labour is an important advantage in attempts to attract 
internationally mobile investment. This factor is likely to be pre-
sent in any explanation of the success of Fife and the Lothians in 
attracting advanced technology electronics firms. In Eire, the 
training authority (Anco) has been making strong efforts to raise 
the quantity and quality of industrial training. 
The Employment and Training Bill which was introduced in 
Parliament in January 1981 could lead to radical changes in the 
system of industrial training as the Government aims to restore 
the economy's training effort to the direction of market forces. 
This seems an appropriate point to reflect on the development of 
training policy and institutions, and to examine recent levels of 
provision of industrial training in Scotland. 
The Development of Training Policy 
Industrial Training in Britain is largely the responsibility 
of industry itself. However, two post-war Acts of Parliament, both 
the result of Conservative initiatives, have helped to guide that 
effort and shape the State's own interventions in training. The 
first of these, the Industrial Training Act of 1964, followed 
protracted discussion during the 1950s and early 1960s, a period 
marked by shortages of skilled labour which affected many sections 
of manufacturing industry. During this period, there appeared a 



































further, higher and technical education. These reflected growing 
concern in government at the rapid advance in the industrial app-
lications of technology and science in other countries. 
Up to 1964, industrial training was "voluntary" in that 
ies were left to train as and when they wished. Many firms preferr~
to "poach" skilled manpower than train to meet their own needs. 
Forsyth's study of US-owned firms in Scotland has suggested that 
the 1960s many of these were able to poach skilled labour by offer-
ing relatively high wages(l)_ However, poaching was widespread and 
by no means confined to foreign-owned companies. 
The 1964 Industrial Training Bill was introduced by the Con-
servative government but did not become law until Labour had re-
gained power later that year. The Act therefore reflected the agree-
ment of both major parties that voluntarism in training had failed 
to provide adequately for industry's skill requirements. Neverthe-
less, the Act reinforced the central role of industry itself in 
training. During the discussion leading up to the Act it had been 
suggested that industrial training be organised on an occupational 
basis in recognition of the fact that many skills, engineering 
skills for example, are required by a variety of industries. How-
ever, this view was finally rejected because of the over-riding 
desire of policy makers to leave industry with a very direct stake 
in the training effort, and to avoid the complexity which would 
arise if many firms each had to deal with a variety of occupational 
training organizations. 
The 1964 Act empowered the Minister of Labour to establish 
Industrial Training Boards {ITBs) which would have the duty to 
secure the quantity and quality of training required.by their in-
dustries. Boards were given statutory powers to levy companies in 
their industries up to a maximum 4% of their wages bill, and to 
collect information from firms falling within their scope. In 1979 
according to Manpower Services Commission {MSC) evidence to the 
Committee of Public Accounts there were 23 ITBs and one training 
committee which between them covered about 50% of employees in 
employment{ 2 ). 
Most ITBs quickly set about using the mechanism of levy-grant 
to improve training in their industries. Levies were set as a per-
centage of pay-roll costs (a small number of Boards set per capita 
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levies) and grants were paid to firms carrying out approved train-
ing. The Engineering ITB set a ~ levy judging this to be an accu-
rate reflection of the real training costs of its industry. 
The ITB system brought with it a number of startling improve-
ments in industrial ~raining: 
1. The Boards themselves comprised employers, trade unionists, 
educationalists and representatives of government. At the end of the 
day, they ensured a collective approach to training. While oppon-
ents of ITBs, like Enoch Powell, were later to present ITBs as mono-
lithic, bureaucratic and inflexible, Perry has argued that the ITB 
system, "By comparison with the structure which most of Britain's 
economic competitors have had for 0enerations, ...• is a highly 
democratic and decentralised form of organization11 ( 3 ). 
2. The power of the levy-grant mechanism brought about a rapid 
increase in the level of training carried out by industry. 
3. The levy-grant system redistributed the costs of training. 
While firms with a poor training effort paid a tax to their ITB, 
others received grants for their training activities and in some 
industries the best trainers could make a net gain on transactions 
with their training board. 
4. In some industries there were rapid improvements in the 
quality of training. The Engineering ITB quickly laid the basis for 
national engineering apprenticeship standards with the establish-
ment of its "module" system in 1968. Under this system an appren-
tice receives one year of broad-based off-the-job training followed 
by two more specialised training "modules" which involve appropriate 
industrial experience. The trainee is monitored and tested through-
out this process • Other boards were quick to follow suit. {4 ) 
5. Under the aegis of ITBs there was a rapid development of 
Group Training Schemes which permit those firms with limited train-
ing resources to join together in a collective training effort, and 
so play their part in providing for the training needs of their in-
dustries. The MSC informed the CPA that in 1979 there were 800 group 
·training schemes (covering 1.8m employees) compared with only 60 
such schemes in 1964. 
6. The better ITBs have shown themselves to be flexible when 
faced with a changed situation in their industries, and at times 





for change. For example, the Engineering ITB has made a number of 
initiatives to promote the training of women( 5 ) for the more highly
skilled occupations, and has been to the fore in developing train-
ing to meet the demands of new technology.C 6 ) 
Looking back on the development of industrial training in 
Britain, Lord Scanlon, Chairman of the EITB, commented, 
"From the point of view of ensuring an adequately 
trained labour force throughout industry, the 1964 
Act was one of the most progressive pieces of leg-
islation ever put on the statute book11 C7 ) 
The Boards however were not without critics though often crit-
icisms were made with reference to broader objectives than those of
the 1964 Act. The persistence of shortages of skilled manpower in 
the late 1960s led some to attack ITBs for their failure to solve 
this problem. Clearly though "skill shortages" involved complex 
problems of pay differentials, labour recruitment, utilisation and 
retention and often did not have a training solution( 8 )_ In addi-
tion, the Act had given ITBs the responsibility of securing 
training in their industries and this did not always coincide with 
the requirements of the whole economy for particular types of 
The report of the Hunt Committee in 1969 praised the achieve-
ments of ITBs but argued that there existed a strong need "to de-
vise administrative arrangements which will en.sure, first, a closer 
partnership and better regional co-ordination between those con-
cerned with training and with education and, second, better liaison 
between those interests and the regional economic planning machin-
ery11(9)_ The TUC for its part had long favoured a strong central 
authority which would coordinate the ITBs, look to the needs of 
sectors without a Statutory Board, and function as a broad train-
ing and manpower agency. The Central Training Council set up in 
1964 was largely without powers and singularly ineffective when 
assessed against TUC objectives. (lO) 
Many expressed the need for machinery which could deal effect-
ively with the manpower aspects of industrial restructuring. Indus-
try based ITBs could not be effective mechanisms for dealing with 
problems of large-scale redeployment and retraining arising from 
the decline of traditional industries(ll) (particularly where these 
were regionally concentrated). Some suggested that the 1964 Act 
had been too narrow, leading to the separation of training from 
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broader manpower issues. Lastly some of those who had been bitterly 
opposed to state intervention in training in the early 1960s re-
mained so a decade later. Early in 1971 the ever imaginative Mr. 
Powell was making speeches about the "Great Training Robbery"(l 2 )_ 
The 1973 Employment and Training Act set up the Manpower Ser-
vices Commission, a statutory body which was intended to coordinate 
public training and employment services. Operating through the Em-
ployment Services and Training Services Agencies (ESA and TSA) the 
new central authority was responsible to the Secretary of State 
for Employment and assumed some of his functions in relation to 
ITBs. 
The levy-grant mechanism operated by ITBs was altered to a 
"levy-grant-exemption" system. Under the new system small firms 
were to be excluded from levies, and firms which trained adequately 
to meet their own needs (rather than their share of the perceived 
needs of their industry) were to be exempt from levy. The maximum 
levy was set at 1% of payroll costs and the MSC later took on 
responsibility for ITB operating costs. The immediate effect of 
this was to reduce the powerful financial "carrot-and-stick" me-
chanism through which ITBs had raised the level of training acti-
vity. In addition, the immediate stake of industry in training was 
lessened. In the longer term, the dependence of industrial training 
institutions on public funds created the basis from which the 
nation's training activity could be tailored to meet short-term 
financial objectives rather than the longer-term needs of the 
economy for skilled manpower. 
In the next section, we shall look at the recent levels of 
training provision in Scotland under the 1973 Act. However, before 
proceding to this, it is necessary to comment on more recent policy 
developments. The present Conservative government has announced its 
intention to reduce exchequer funding of ITB operating costs in 
1981/82 and eliminate this funding altogether in 1982/83, to re-
store responsibility for these costs to industry, and to return 
industry and commerce as far as possible to voluntary training 
arrangements. A short enabling Bill, the "Employment and Training 
Bill", was introduced to Parliament late in January 1981. This will 
permit the Employment Minister to exercise a variety of powers, and 
in particular to set up, abolish or change the scope of an ITB 
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without recourse to Parliament or the MSC. These powers will be ex-.
ercised in the light of a MSC review into the needs of individual 
sectors for statutory training arrangements. 
While the 1964 and 1973 Tory intiatives enjoyed the easy pass-
age afforded by parliamentary consensus on training questions, the 
second reading of the latest Bill faced a three-line Labour whip. 
Outside Parliament the Bill has been widely attacked by the STUC 
and individual trade unions. The STUC favours retention of stat-
utory ITB 1 s, expansion of the ITB system to sectors not presently 
included, and the return of responsibility for ITB operating costs 
to industry . On March 13th 1981 the TUC held a Consultative Con-
ference on Industrial Training at which disbelieving TUC Commiss-
ioners on the MSC were informed by Lord Scanlon that ITBs had al-
ready received notice from the MSC that funding of their operating 
costs would cease at the end of December 1981. The MSC subsequently
called for flexibility in the timing of the transfer to industry 
of ITB operating costs. (l3 ) 
The Provision of Industrial Training in Scotland 
At present industrial training is carried out by industry it-
self. In the main sectors of industry and commerce that training 
effort is guided and assisted by ITBs. The Manpower Services Co-
mmission has responsibility for public employment and training ser-
vices, including coordinating ITBs, meeting their operating costs, 
and helping the training effort of those parts of the economy not 
covered by ITBs. 
MSC Scotland 
On 1st July, 1977, responsibility for MSC activities in Scot-
land was transferred from the Secretary of State for Employment to 
the Scottish Secretary. Financial responsibility for fully decen-
tralised activities was assumed by the Scottish Office at the start 
of the 1978-79 financial year. Since the 1978-79 financial year the 
Scottish Office has contributed the equivalent of the estimated 
cost of decentralised activities to the MSC 1 s grant-in-aid. 
MSC Scotland expenditure amounted to £39.5m in 1978-79, 
£53.2m in 1979-80 and £67m in 1980-81. The Public Spending White 
Paper gives the Vote figure for MSC Scotland in 1981-82 as £96.9m, 
although for previous years actual expenditure has turned out to be 
154 
substantially less than the amount voted. Thus in 1978-79 expendi-
ture was almost £9m less than the grant available and in 1979-80 
more than £6m below. The discrepancy in 1978-79 was explained by a 
shortfall in the take-up of training programmes and the Youth Opp-
ortunities Programme. The explanation given for 1979-80 was that 
the costs of training and Youth ~Jportunities Programmes were less 
than anticipated(l4 ). 
Table 1 shows the breakdown of total expenditure as forecast 
by MSC Scotland for the years up to 1984. 
TABLE 1 
ESTIMATED COSTS OF DECENTRALISED ACTIVITIES 
OF MSC IN SCOTLAND 
(£m 1979 Survey Prices) 1981-82 to 1983-84 


































~: These estimates exclude expenditure on STEP by MSC 
Scotland on behalf of the Department of Employment. 
MSC Scotland expected this expenditure to be £8.5m 
in each year. 
~~ Taken from A.•nex 1, MSC Plan for Scotland 1980-84. 
The MSC 1 s major training activities are the Training Opportuni-
ties Progr&~e (TOPS) and Direct Training Services to Industry. The 
Commission is also responsible for counter-cyclical training measures 
and for the training of divers for the oil industry at the Under-
water Training Centre in Fort William. 
TOPS was introduced in 1972, and grew out of the earlier Voca-
tional Training Scheme under which adults were trained in Government 
Traininog Centres(l
5
) and to a lesser extent in employers' establish-
ments. The modern TOPS schem·~ is designed to complement training 
by industry. Training under TOPS is restricted to adults whereas in-















TOPS courses are provided in Skill-centres, Colleges of Further Ed-
ucation, Employers Establishments and Heavy Goods Vehicle Driving 
Centres. 
Following a review in 1978 TOPS policy was changed with the 
effect that the ability of local industry and commerce to absorb 
those trained became a major test of course viability, leading to 
reductions in some areas of provision. 
TABLE 2 
TOPS COMPLETIONS IN SCOTLAND 
BY TYPE OF ESTABLISHMENT. 
1978-79 1979-80 1980-81 
TOTAL TOTAL* PLANNED TOTAL 
SKILLCENTRES 2473 2509(23) 
COLLEGES OF FURTHER 
EDUCATION 5679 5813(4460) 
EMPLOYERS ESTABLISHMENTS 367 446(47) 
HEAVY GOODS VEHICLE DRIVING 435 461(3) 
TOTAL 8954 9229(4533) 
* Figures in brackets are completions by women. These 






Sources: Figures for 1978-79 and 1979-80 are taken from 
MSC Annual Report 1979-80, Table 25. The 1980-81 
Figures are from MSC Plan for Scotland 1980-84, 
Table 1. 
MSC Scotland expects a further decline in TOPS volume of the order 
of 10% in 1981/32. 
In 1979/80 the most important occupational groups in terms of 
TOPS completions were clerical/commercial and engin•eering and auto-
motive which accounted for 42.5% and 20.6% respectively. Manage-
ment courses accounted for 8%, construction for 5.8% and HGV driv-
ing for 4.8%. The remainder were in miscellaneous occupations. Re-
duction in TOPS will be in non job-specific management courses, in 
clerical and co~~ercial courses, and to a lesser extent in those 
Skillcentres where there is believed to be overprovision. It may be 
then that changes in TOPS volume will particularly affect the oppor-
t·.lni ties currently available for adult women, and affect colleges 
more than other institutions. Within the overall reduction, some 
increase in electrical and electronic training is envisaged(l
6
). A 
monitoring •?xercise on all those completing TOPS courses in Scot-
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land in th•2 year to September 1979 showed that over 63% of trainees 
were in employment 3 months after completing training, and that over 
78% of these were using their newly-acquired skills(l7 ). However 
the general slackening of the labour market in Scotland is bound to 
have added to the longer-standing difficulties of placing TOPS 
trainees(l8 ). 
Direct Training Services to industry provid·ed by the MSC range 
from supervisory training and the use of mobile MSC instructors in 
firms to courses in international trade procedures. In October 1979 
charges were introduced on Direct Training Services in Assisted Areas 
resulting in an immediate 28% decline in demand for these services 
in Scotland. Training of firms' supervisors declined by n•early 40%. 
Investment in training tends to fluctuate with the economic 
cycle. However, for more highly skilled occupations, investment in 
training is long-term, bearing fruit perhaps 3 or 4 years after the 
commencement of training. Training agencies have long felt that the 
tendency of firms to reduce training because of short-term difficul-
ties was likely to hamper overall provision for longer-term manpower 
requirements. For this reason th·e MSC supports a number of counter-
cyclical measures. These measures are mainly concerned with main-
taining apprentice training at the level felt to be consistent with 
industry's long-term needs. Recent support of this kind for appren-
ticeship dates back to 1971 when the Engin<?ering ITB and the Depart-
ment of Employment took measures to partially offset a cyclical 
dm.uturn in apprentice recruitment. In recent years the measures 
have taken two forms: 'premium grants' paid to firms to take on 
additional trainees and 'training award schemes' under which 
trainess are paid by MSC funds and later placed with firms. 
TABLE 3 
NUMBER OF PREMIUM GRANTS AND TRAINING AWARDS 












* ITB figures do not include Christmas School leavers 









































Counter-cyclical measures have been taken in engineering in 
every year since 1971 except for 1973 and 1974. With this degree of
continuity there is clearly a danger that some firms may "substi-
tute" grant-assisted trainees for their normal recruitment. Against
this though lies the over-riding need to maintain apprentice recrui 
ment for future manpower requirements. A downturn in recruitment 
does not merely threaten future skill shortages. It also affects 
the fee income of the many colleges providing first year inte-
grated courses for apprentices, and threatens training facilities, 
since below a certain level of use these cease to be viable. 
Training of divers began at the Fort William Underwater Train-
ing Centre (UTC) in January 1975, following a report from the Inter-
departmental Underwater Training Task Group which pointed to a need 
for more deep divers for the off-shore oil industry. The UTC was 
established and wholly supported by MSC funds and run by a private 
bank. The Commission was criticised for these arrangements by the 
Committee of Public Accounts in 1980, following debate over the 
UTC in the Commons in July 1979(
19
). In 1979/80 65 divers were 
trained through TOPS in basic air diving, and 106 in mixed gas 
diving through grant support from sponsoring employers. 
Training by Industry 
a) The ITB Sector 
The ITBs are bodies covering the whole of Britain. However, 
many treat Scotland as a distinct administrative unit and some pro-
duce employment and training data for their industries in Scotland. 
It would be impossible to summarise the activity of all ITBs in 
Scotland in the short space available. Here we sh~ll only try to 
indicate the scale of ITB activity and influence in selected in-
dustries in Scotland. 
MSC Accounts put the total operating costs of all ITBs in 
1979-80 at about £42.5m with a further £44m being spent on the 
training schemes of ITB's. Unfortunately it is not possible to say 
how much of this expenditure took place in Scotland, although it is 
likely that Scotland accounts for a similar proportion of this ex-
penditure to the country's share of employment in the ITB sector. At 
any rate, the cost of the ITB system in Scotland is very small com-
pared with HSC Scotland expenditure. 
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Unfortunately, there are no figures for total spending by indus-
try on industrial training, though some ITBs survey the costs of 
training in particular skilled occupations(
2
l)_ Department of 
Employment figures do indicate that in most industries in Scotland 
in 1978 more was spent per hour on training, and training expendi-
ture constituted a larger proportion of total labour costs, than in, 
for example, the South East and West Midland regions of England. 
The Road Transport ITB treats Scotland as one of four divi-
sions. At the end of March 1980, the RTITB had within its scope in 
Scotland, 1,652 employers and 69,913 employees(
22
). The Board re-
ports that some 9,500 adults in a broad range of occupations under-
went training during the year. 
Nearly 4,000 apprentices lffire trained during the year with 
about 31% of these in their first year. About 44% of the total 
were trainee light vehicle mechanics with the remainder spread 
across a variety of trades. The Board points out that in Scotland 
a high proportion of apprentices in the road transport industry 
receive no formal off-the-job training and attributes this partly 
to the frequent difficulty in finding appropriate courses within a 
reasonable travelling distance. The RTITB has its own training 
centre (MOTEC) at Livingston. In 1979-80 over 2,700 trainees 
attended this centre on 384 different courses. 
Scotland is one of five regions for the Shipbuilding Industry 
Training Board. In Scotland in 1979 the SITE covered 139 establish-
ments and 27,000 employees (about 13% of the Board's total estab-
lishments and 28% of total employees)(
23
). 
The SITB Annual Report gives detailed information for employ-
ment and training in the shipbuilding, ship repair and marine en-
gineering sectors which account for all but 1,500 of the employees 
covered by the Board in Scotland. In particular, employment in 
marine engineering is regionally concentrated, with Scotland 
accounting for over 60% (1,785) of the SITE total in this sector. 
Despite a reported drop in craft employment, these three sec-
tors remain craft intensive. In 1979 over 55% of the ship building 
labour force in Scotland were in craft occupations. At May 1979 
the board reported nearly 3,000 craft trainees in Scotland of whom 
626 were in the first year of their apprenticeship. Of these 133 












eering occupations, while the remainder were spread across a variety
of trades. 
The Engineering ITB, the largest of the Boards, treats Scotland
as one of 9 administrative regions. In April 1979 the EITB 
1,637 establishments and 211,461 employees in its scope in Scot 
The Board's Annual Report gives the occupational breakdown 
employment total and training information for these occupations 
(see Table 4 below) which shows clearly that the most important in 
training terms are the "transferable" skills of scientists and 
technologists, technicians and craftsmen. Training in these highly 
skilled occupations is both lengthy and expensive. However, by 
virtue of their training, employees in these occupations are fully 
"transferable" across the engineering industry, and indeed outside 
the industry in some cases. 
TABLE 4 
EMPLOYEES AND TRAINEES IN THE ENGINEERING 
INDUSTRY IN SCOTLAND, BY CATEGORY 
OF MANPOWER, 1978/79 










fessional staff 8597 
Clerical and office 
staff 20616 
Supervisors, includ-
ing foreman 11251 
Craftsmen 46338 
Operators in occupations 
requiring at least one 
week's training 83882 


















~: EITB Annual Report 1979/80, Table 2B 
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EITB recommended training for craft and technician apprentices 
starts with a common first year of off-the-job training generally 
in a firm's training centre or a college. Table 5 gives figures for 
the first year training places available in Scotland in 1980. 
TABLE 5 
FIRST YEAR TRAINING PLACES FOR 
ENGINEERING APPRENTICES IN SCOTLAND 
















Note: 416 places were filled by trainees from non-engineering 
firms. 
Source: EITB Annual Report 1979/80, Table 10. 
The engineering industry has of course been very badly hit by 
the present recession with employment dropping in all sectors except 
the advanced technology ones like aerospace and electronic capital 
goods, and those producing railway equipment. Unemployment amongst 
engineering industry workers rose by nearly 100% during 1980. This 
sharp slackening in the labour market is reflected in a drop in 
training activity. The registration of about 2,000 first year train-
ees in Scotland in 1979 included nearly 300 supported by counter-
cyclical grants and awards. At October 1980 an intake of about 1700 
trainees was indicated, including about 300 recruited in "special 
measures". The EITB reports that the decline in apprentice intake in 
1980 was not as sharp as in 1971. In part however, the Board fears 
that this may be a technical delay resulting from committments 
entered into by firms during the levy-exemption dialogue with the 
Board. Though serious, the decline in apprentice intake in Scot-
land in 1980 does not seem to be worse than the general British 
pattern, and is not as severe as in the West Midlands, and North 
East regions of England( 25 l. 
The Board reports that declining grant incentive represents a 
further difficulty in encouraging firms to"train. In 1966 EITB 
grants for first-year off-the-job training represented about half 
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the cost. Under post-1973 arrangements firms which gain exemption 
from levy receive no grant for this training. Furthermore, while 
small firms are excluded from levy, the funds made available by 
the MSC to encourage them to train craftsmen have been frozen for 
two years. Over the same period the costs of training have risen 
due to rising wages and improvements in apprentice rates. The EITB 
believes that the grant paid to small firms now meets about one 
third of the training cost( 26 l. 
ITBs and Small Firms 
Since the 1973 Act, small firms have not been levied by training 
boards. Small firms have remained eligible for certain training 
grants and training advice offered by ITBs. But the main mechanism 
through which small firms are assisted is the group training scheme. 
Group training schemes permit small and medium firms (which might 
have only intermittent training needs and little in the way of train-
ing resources) to make a collective training effort. Some such 
schemes were established before the 1964 Act. For example, Hawick 
Hosiery Manufacturers set up a scheme involving 20 employers and 
3,000 employees in 1949. Another scheme was started by employers 
in the light castings industry in the Falkirk area in 1952( 27 >. 
However, there has been a great development in these schemes since 
ITBs began systematically to encourage their formation following 
the 1964 Act. The RTITB reports that in its industry in Scotland 
at the end of March 1980 there were 16 group training associations 
covering 519 employers and 19,500 employees. The EITB reports that 
in 1980 the Scottish engineering industry had 18 group training 
schemes involving 601 establishments with 113,400 employees. 
New Technology 
A number of ITBs have been developing training in their indus-
tries to meet the demands of new micro-electronic technology. The 
Engineering ITB began giving grant assistance to post-graduate 
advanced technology courses in 1968. In 1978/79 the Board approved 
6 new advanced technology courses in Britain, one of which is run 
jointly by Heriot-Watt and Strathclyde Universities. The EITB also 
reports a good reception in Scotland for its management seminars 
in new technology. 
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b) The Non-ITB Sector 
Sectors without statutory ITBs include private industries like 
shipping and insurance, as well as large public employers like 
British Rail, the Post Office, gas and electricity boards. A 
separate branch of the MSC 1 s Industry Division is responsible for 
discussing training plans and priorities with training organizations 
in these sectors( 28 l. It is impossible to discuss this sector in 
general terms as training needs, awareness of these needs and train-
ing provision will vary greatly from industry to industry. However, 
the TUC believes that in general training standards are higher in 
the ITB sector( 29 ). 
In some industries existing voluntary arrangements do not seem 
to produce adequate training effort. A recent survey which concen-
trated on non-statutory training in the Scottish Health Service 
found that within the S.H.S. there was no systematic approach to 
training policy, plans or budgets, and that there existed a range 
of staff shortages( 3o)_ As far as works and maintenance staff were 
concerned, the study found "no health service commitment to appren-
ticeship schemes". Some of the engineers interviewed felt there was 
a need in Scotland for a hospital engineering centre similar to 
that run by the DHSS in Gloucestershire, and for specialist courses 
similar to those on maintenance held at Central London Polytechnic. 
c) Regional and Industrial Policy and Finance for Training 
Financial incentives for training and re-training have long been 
available to firms in Scotland through Assisted Area or other dev-
elopment status. For example, a scheme was introduced in 1964 under 
which financial assistance was given towards the training costs 
of firms moving into or expanding in Development Districts. Re-
training grants made available in 1966 were administered through 
the ITB machinery(
3
l). More recently, on April 1st 1980, the Gov-
ernment introduced the "In-Plant Training Scheme" under Section 7 
of the 1972 Industry Act. In Scotland the scheme is run by the 
Scottish Economic Planning Department, using the machinery of the 
MSC and ITBs. Assistance is given to projects in Special Develop-
ment Areas and Development Areas, where training is essential to 
the creation of new jobs and where the project meets the criteria 
for regional assistance. The Section 7 grant will cover 40% of 
eligible costs and a matching 40% may be paid by the European Social 
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Fund, leaving the remaining costs to be borne by the firm. 
The regional policy changes announced by the Government in July 
1979 are likely to mean that in Scotland by 1982 over 30 employ-
ment office and travel-to-work areas will have ceased to be eligible 
for this financial assistance with training costs. In addition, as 
we noted earlier, charges were introduced in Assisted Areas for 
MSC direct training services in October 1979. Financial assistance 
with training and re-training costs is also paid under more gener-
al programmes. For example the Department of Industry's Micropro-
cessor Application Projects (MAP), set up by the last Labour Gov-
ernment, gives grants to approved training courses. By March 1981 
15 grants totalling £205,000 had been made in Scotland under this 
scheme. 
CONCLUSION 
There is clearly a substantial volume of industrial training 
activity in Scotland. However, the scale of current industrial re-
structuring (as reflected in redundancy and short-time working), 
the needs of new technology for highly qualified manpower, the 
crisis of youth employment, the need to pay more than lip service 
to womens 1 equality in the labour market, all these factors point 
to the need for a vastly increased training and re-training effort. 
Industry, faced with severe recession, is badly placed, unwilling 
and probably unable to qualitatively improve its training activity 
at the present time. The government is committed to restoring 
"voluntary" training arrangements in industry. This system failed 
to produce adequate supplies of skilled manpower in the 1950s when 
the economy was expanding and industry was much more competitive 
internationally than it is today, and seems unlikely to succeed in 
the 1980s. 
Continuation or even improvement of our present training system 
would neither solve Scotland's manpower problems nor offset the 
process of deindustrialisation in Scotland. 
However, the government seems set on the abandonment of active 
training policy, a course which can only lead to the loss of valu-
able training institutions and expertise and exacerbate the problems 
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